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FORWARD:
-The terms he/she and him/her are used interchangeably throughout this document.

-The term Medical Department Activity (MEDDAC), used herein, unless otherwise
specified, refers to the activities and employees of the MEDDAC, Dental Clinic
Command (DENCLINCMD), and Veterinary Clinic (VETCLIN) on Redstone Arsenal.

-Civil Service Reform Act of 1978, Public Law 95-454, and Federal Service Labor —
Management Relations Statute (FSLMRS) are different terms for the same law.
FSLMRS is used throughout this document.

-No one other than the Commanders of the MEDDAC, DENCLIN, and VETCLIN are
authorized to negotiate or enter into an agreement with the Union. The Commanders’
may grant the authority in writing to an agency (e.g. CPAC) to negotiate specific issues
but reserves the right to approve the results of said negotiations.

-Regulations referenced with “In Accordance With (IAW)” in this agreement are those in
force as of the effective date of this agreement.

ARTICLE 1: Purpose
Section 1. Union-Employer Relationship:

The well-being of the employees and the efficient and economical operation of the
MEDDAC require that orderly and constructive relationships be maintained between the
Employer and the Union. The participation of the Union and the employees in the
formulation and implementation of Employer policies and procedures affecting them
contributes to the effective conduct of public business. The parties to this Agreement
recognize that they must assume great responsibilities and must exercise proper
restraint and good judgment to establish a stable and meaningful relationship based
upon this Agreement. It is the purpose of this Agreement, therefore:

a. To identify the parties to the Agreement and define their respective roles and
responsibilities under the Agreement.

b. To state the policies, procedures, and methods that will hereafter govern the
working relationships between the Employer and the Union.

Section 2. Objectives

It is intended this Agreement will meet the following objectives:
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a. Insure Union and employee patrticipation in the formulation and implementation
of personnel policies and procedures affecting them and their conditions of employment.

b. Provide for the highest degree of efficiency and responsibility in the
accomplishing of the MEDDAC and DENTAC missions.

c¢. Promote Union and Employer management relationships.

d. Facilitate the adjustment of grievances and/or disputes between the Employer
and Union.

ARTICLE 2: Recognition and Coverage

The Employer recognizes the Union as the exclusive bargaining representative for all
eligible employees within the bargaining unit. The recognized bargaining unit includes,
and this Agreement is applicable to, all current and future eligible employees of the
MEDDAC, DENCLINCMD, and VETCLIN at Redstone Arsenal, Alabama, except the
following categories of civilian employees:

a. Management officials, as defined in the Civil Service Reform Act of 1978 (PL
95-454)

b. Employees engaged in personnel work in other than purely clerical positions.
c. Supervisors, as defined in the Civil Service Reform Act of 1978 (PL 95-454)
d. Consultants.

e. Temporary employees (appointments for 90 days or less).

f. Confidential employees, as defined in the Civil Service Reform Act of 1978 (PL
95-454)

g. Any other employee excluded by the Civil Service Reform Act of 1978 (PL 95-
454)
ARTICLE 3: Effective Date, Duration, and Changes to Agreement
Section 1. Effective Date.
This agreement, after signature of the President, Local 1858, American Federation of
Government Employees and the Commanding Officers of MEDDAC, DENCLINCMD,
and VETCLIN, shall be binding on the date signed, subject to post audit approval by the

Department of Defense, Civilian Personnel Management Service, Field Advisory
Services Division.
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Section 2. Renewal and Termination.

This agreement shall remain in force for 3 years from the effective date, and shall be
automatically renewed from year to year thereafter unless either party notifies the other
party in writing of their desire to terminate or renegotiate this Agreement. This
notification must occur no more than 105 calendar days nor less than 60 calendar days
prior to the initial expiration date, or to any subsequent expiration date. When notice is
given by one party to the other to modify this Agreement, both parties shall, no later
than 45 calendar days prior to the expiration date, indicate the article(s) and section(s),
if applicable, in which changes are sought, together with a copy of the proposed
changes(s). No later than 10 work days after submission by the parties of its written
proposals, the parties shall meet to determine the date on which negotiations will begin.
If a new or revised Agreement has not been negotiated and approved by the expiration
date of this Agreement, then this Agreement will be extended until a new or revised
Agreement is approved. If neither party shall notify the other within the time limit
specified herein to renegotiate or terminate, this Agreement will remain if effect. Other
arrangement can be mutually agreed to.

Section 3. Amendment to Agreement.

Where changes in laws or regulations have the effect of negating or altering this
agreement, a request for negotiations of amendments may be made by either party at
any time. The nature of the desired revision and reasons therefor shall be given by the
sponsoring party with a required response of 30 calendar days by the other party.
Amendments shall be binding upon signature of both parties subject to post audit
approval by the Department of Defense, Civilian Personnel Management Service, and
the Field Advisory Services Division.

Section 4. Pertinent Negotiable ltems.

The parties agree that all pertinent negotiable items have been discussed during the
negotiations leading to this Agreement and, therefore, agree that this Agreement will not
be reopened except as provided in Sections 2 and 3 above or upon mutual consent of
the parties.

Section 5. Distribution.

Twenty copies of this Agreement and all amendments shall be provided by the
Employer to the Union. It is further agreed that the MEDDAC Resource Management

Officer and the MEDDAC library will make copies available to employees on a loan
basis. An electronic copy will also be available on the Network.

ARTICLE 4: Rights and Obligations
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Section 1. Mutual Right and Obligations

a. The Employer and the Union mutually agree that this collective bargaining
agreement is the primary basis for labor-management relations.

b. Personnel Policies/Practices and Conditions of Employment.

1. The Employer shall be obligated to consult with the Union, and confer
at the Union’s request, on changes in personnel policies and practices and matters that
would affect the conditions of employment of the persons in the bargaining unit as soon
as possible and IAW Public Law 95-454.

2. The Union will be permitted reasonable time to present its written views
and recommendations regarding the changes before the required implementation date.

3. The Employer will consider above views or recommendations of the
Union before taking final action on any matter with respect to which the views or
recommendations are presented.

4. The Employer will provide the Union a written statement of its decision
on the matter at the earliest possible date when requested by the Union.

c. In the administration of all matters covered by this agreement; Management,
the Union, and employees are governed by existing or future laws and applicable
regulations.

d. The Employer and the Union agree that all provisions of this collective
bargaining agreement shall be applied fairly and equitably to all employees in the unit.

e. Nothing in this agreement shall be construed as restricting either party from
meeting with the other to consult.

f. The Employer and the Union shall consult, and then confer at the Union’s
request, with regard to Union representation on MEDDAC committees which impact on
conditions of employment.

Section 2. National Security

The Employer and Union jointly recognize in the interest of national security the
requirement for orderly, economical, and efficient accomplishment of the Employer’s
missions. To this extent, the Employer and the Union agree that accomplishment of
these missions will be a major consideration by the Employer and Union in their day-to-
day association.

Section 3. Employee Rights
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a. All employees shall be treated with fairness and dignity.

b. The FSLMRS states, and the parties hereby recognize, that each employee in
the unit shall have the right to form, join, or assist the Union, or to refrain from such
activity, freely and without fear of penalty or reprisal. Each employee shall be protected
in the exercise of such rights. Employees under this law also have the right:

(1) To act for a labor organization in the capacity of a representative and
the right, in that capacity, to present the views of the labor organization to heads of
agencies and other officials of the executive branch of the Government, the Congress,
or other appropriate authorities; and

(2) To engage in collective bargaining with respect to conditions of
employment through Union representatives.

c. Nothing in this agreement shall require an employee to become or to remain a
member of the labor organization, or to pay money to the organization except pursuant
to a voluntary, written authorization by a member for payment of dues through payroll
deductions and/or cash.

d. The employee maintains the right to consult with his or her supervisor or
higher officials through appropriate channels on questions concerning personnel
policies, regulations, and other matters pertaining to conditions of employment. The
employee has the right to have a Union representative present in accordance with
FSLMRS.

e. Employees have the right and shall be encouraged to bring matters of
personal concern regarding conditions of employment to the attention of the Employer
and the Union representative at the lowest level capable of resolving the matter.

f. A bargaining unit employee has the right to union representation in any
meeting with the employer when the employee believes the meeting may result in
disciplinary action. The employer will notify the employee as to the nature of the
meeting so that the employee can make an informed decision regarding union
representation. When such a meeting is held, every reasonable effort will be made to
schedule it at a time and site which is acceptable to all of the participants.

g. When a Union official cannot adequately address a concern, investigate a
complaint, or prepare for a grievance at an employee’s work site, the employee will be
granted reasonable time, to visit with the Union official at another area during their
normal tour of duty. If mission requirements preclude the employee from leaving their
work site at the requested time, the employer shall make arrangements to permit their
absence and notify the employee.

h. All employees of the bargaining unit shall annually be informed of their rights,
as set forth in FSLMRS (Public Law 95-454, Section 7114).

30 Sep 00 8



i. For the purpose of this paragraph, solicitation of employees during approved
campaigns or drives in the bargaining unit means requests for contributions for the
Combined Federal Campaign, participation in Savings Bond Drives, Blood Drives, or
other approved solicitations which have been announced in generally published
directives. Contributions from employees in the bargaining unit and participation by
employees in the unit to solicit contributions shall be voluntary. There shall be no
pressure on any employee in the unit to participate through any level of contributions.
An employee in the bargaining unit may be requested to volunteer to solicit for
contributions. The Union agrees to assist in seeking the needed volunteers.

j. The use of investigative methods employing equipment such as electrical,
electronic, optical, chemical, or mechanical surveillance devices may be used for
security purposes provided that the devices are used in accordance with laws and DOD
regulations.

k. Consistent with the Employer’s right to assign work to and determine methods
and means of performing work, employees can expect assignments to be made
consistent with grade levels and position descriptions.

Section 4. New Employees

a. At the beginning of each month, the Employer will provide the Union with a list
of new employees that have been hired and their employment status, e.g. permanent or
temporary.

b. If the employer utilizes a formal classroom format for new employee
orientation then the Union will be provided 15 minutes to present content which is
relevant to all new employees and not just bargaining unit employees. In the absence
of a formal classroom orientation program, orientation checklists provided by the
employer will include a requirement for bargaining unit employees to contact a Union
representative. Additionally, Bargaining unit employees will be authorized to attend, at
their discretion, the monthly Union orientation. During the formal classroom orientation
or the “checklist meeting,” the Union may encourage attendance. A Union
representative and new Bargaining Unit employees will be granted not more than one-
half of one hour of on-duty time to meet for an orientation. This must occur within the
first 60 days of employment and will only occur once per month.

Section 5. Employer Rights and Obligations.
The Employer retains all management rights provided by the FSLMRS. Nothing in this
agreement shall be interpreted to affect the authority of any management official to

exercise such rights.

Section 6. Union Rights and Obligations.
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AFGE Local 1858 retains all Union rights provided by the FSLMRS. Nothing in the
agreement shall be interpreted to affect the authority of any Union official to exercise
such rights.

Section 7. Conversion of Positions.
The employer will consult, and confer at the Union’s request, on any position
conversions affecting current civilian positions. The Employer will also consult with the
Union regarding conversion of military positions to contract positions.
ARTICLE 5: Union Representation
Section 1. Elected Union Officials and Appointed Officers of Local 1858

a. The Employer agrees to recognize the elected Officers, appointed Assistant
Vice Presidents, Union representatives, and Stewards of the Union. All elected officers

and appointed representatives will hereinafter be referred to as Union officials.

b. The union shall notify the employer of any changes of Union General Officers
and MEDDAC Union officials.

c. The Employer agrees, if at all possible, to assign elected and appointed
Union officials to the day shift to accomplish specific Union related duties.

Section 2. Performance of Union Duties

a. The Employer and the Union jointly agree that the interests of both parties will
be best served by developing a climate of mutual respect and good working relations
among all levels of their respective representatives. To this end, supervisors and Union
representatives will:

(1) Meet informally to exchange information and resolve potential
problems.

(2) Make every effort possible to resolve problems at the lowest
organizational level.

b. The Employer agrees that there shall be no restraint, interference, coercion,
reprisal, or discrimination against any Union officials because of the performance of
Union obligations.

c. The Union agrees (whenever practicable) to utilize the telephone for local
calls in performance of Union representational duties.

Section 3. Representational Duties and Official Time Use
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a. Elected and appointed Union officials will be allowed a reasonable amount of
official time for fulfillment of the Union’s obligation under this agreement. Should a
supervisor feel that her employee is using too much official time and that this is
interfering with official duties, the Union official and the supervisor shall review the
problem and attempt to resolve it at the lowest possible level. If the problem is not
resolved, it will be referred to higher levels within the Union and Management for
resolution. Official time utilized by Union officials will be for the purpose of:

(1) Consulting Employer on policy matters and conditions of employment.

(2) Consulting with employees on problems with policies and conditions of
employment.

(3) Representing employees in preparing and compiling data for alternate
dispute resolution procedures and presenting grievances to the Employer.

b. The Union agrees to conduct business with dispatch during working hours
and shall not use Union positions for unwarranted absences from assigned work areas.
Performance of Union duties shall not be accomplished during priority workloads.

c. A Union official’s absence from official job duties will require that his or her
supervisor be informed of the area or management the Union official will be conducting
appropriate Union representational duties. AFGE Local 1858 retains all Union rights
provided by the Civil Service Reform Act of 1978 (PL 95-454). Nothing in the
Agreement shall be interpreted to affect the authority of any Union official to exercise
such rights.

d. Union officials requiring official time for purposes outlined above will consult
with his or her supervisor concerning this representational requirement. Should the
supervisor have an imperative or overriding need for the employee to remain at the
work site, the Employer shall inform the Union official promptly as to when he or she will
be able to leave.

e. The Union agrees that prior to entering a work area other than the section to
which assigned, the Official Union Representative will notify the appropriate supervisor
and request to see an employee. Approval will be granted unless job duties dictate a
need for delay.

f. The Union acknowledges that supervisors of Union officials will maintain
accurate daily records that account for total time spent on appropriate labor-
management business. Union officials shall assist their supervisor in maintaining
accurate records.
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ARTICLE 6: Labor-Management Relations

a. ltis agreed by the Union and the Employer that meaningful consultation and
communication shall be established and maintained between the Union and the
Employer. Consultation and communication shall characterize the relationship and be
held as appropriate at every level of the Union and the Employer.

b. In mutual recognition of the obligations and responsibilities imposed on the
parties by the FSLMRS, the Employer and the Union agree that there shall be
meaningful consultation between them on proposed organizational changes. These
consultations will be utilized to discuss such items as organizational changes,
mission/function statements, and proposed changes in personnel.

c. The union shall determine if any bargaining unit employees will be adversely
impacted by any proposed organizational change. If it is determined that an employee
or employees in the bargaining unit will be adversely impacted, then upon the request of
the Union, the Employer and the Union shall confer on the steps to be taken to alleviate
such impact on the conditions of employment.

ARTICLE 6A: Contracting Out
Section 1. Employer Rights.

The Union recognizes the Employer’s right under the FSLMRS to determine the
methods, means, and personnel required to accomplish the mission of the Employer.
The Union also recognizes that the Employer has the right to make determinations with
respect to contracting out.

Section 2. Union Interest and Rights.

The labor organization has a legitimate interest, right and obligation to negotiate on
personnel, policies, practices, and other matters affecting conditions of employment for
all employees of the bargaining unit. The Union and the Employer recognize that
contracting out a service or function that has historically bee n performed by bargaining
unit employees may have an adverse affect on the conditions of employment of the
affected employees in the unit.

Section 3. Impact and Consultation.

When considering a contracting out action that would have an impact on the bargaining
unit, the Employer will consult with the Union prior to the beginning of the contracting

out process and provide any information available addressing the contracting out effort.
When the decision is made to contract out work being performed, or work that could be
performed, by employees of the unit, the Employer will consult or confer as appropriate
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with the Union as early as practicable as to the impact on the conditions of employment
of the employees in the unit.

ARTICLE 7: Training of Union Representatives

It is agreed that proper training of Union Officials will benefit both Management and the
employee. Administrative time for training of Union Officials will be available in the
amount of hours obtained by multiplying eight tenths (0.8) of an hour by the number of
civilian MEDDAC/DENCLIN/VETCLIN employees. This computation will occur at the
beginning of the Fiscal Year. The total number of hours available for training will be no
less than 96 regardless of staff size. Exceptions to exceed the total number of hours
may be approved by the Employer. These hours may be used in any combination, by
any Union Official provided that no one official receives more than 80 hours annually.
The elected Vice President will provide a semi-annual report of who has used how
many hours to the MEDDAC Personnel Office and is responsible for ensuring that the
total hours are not exceeded. Requests for administrative time for training will be
submitted to the supervisor as soon as possible. The Employer will likewise notify the
union as soon as possible whether or not the request can be approved. Every effort will
be made to approve requests for training. The earlier the request is received, the more
likely the request can be accommodated. The request will include such information as
the type of training, purpose, sponsorship, location, date, hours, general subject matter,
phone number, and organization.

ARTICLE 8: Training and Employee Development
Section 1. General

a. The Employer and the Union agree that the training and development of
employees within the MEDDAC is a matter of importance to both parties. The parties
agree to stress to their employees the need for self-development and training to
increase efficiency and improve potential for advancement.

b. Training opportunities will be based on the interests of the Employer and the
Employee. Nomination and selection of employees will be made without discrimination
IAW Article 10 (Equal Opportunity). Investing in our future through training of
employees applies to both military and civilian employees. When training does not
involve unigue military requirements, civilian and military employees should be equally
considered. However, recurring training (Continuing Education Unit (CEU) and
Continuing Medical Education (CME)) required to maintain a license, which is a
condition of employment, is ultimately the responsibility of the civilian employee.
However, the Employer will provide employees enough on-duty time to meet their
requirements. Further, the Employer will facilitate the process by maintaining a “central
repository” of training opportunities.
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c. The Employee and Employer agree to cooperate in ensuring that an accurate
record of training is maintained. Employees are their own best career managers.
Ultimately, it is the employees’ responsibility to ensure that their personnel files
accurately reflect all completed training. The employer will facilitate this responsibility
by providing employees appropriate assistance and time to ensure their records are
current, and careful and expeditious processing of all documents submitted for CPAC.

d. The Employer agrees to utilize local on-site training, i.e. Army Learning
Center, telecommunications, etc., as its first means to satisfy training needs.

e. The employer may periodically offer self-help, weliness, or preventive classes.
Documenting an employee’s attendance at these classes in administrative or health
records will not be construed or used to negatively impact the employee. For example,
attendance at a “Violence in the Workplace” class will not be construed to imply the
employee is violent.

Section 2. Employer Directed Training:

When the Employer sends an employee to a college course or professional conference
(locally or through Temporary Duty) to acquire a skill or generally enhance duty
performance, if more than one employee qualifies the most senior employee as defined
in Article 51 will be selected. This method of selection will be used to select employees
for any subsequent training until all qualified employees have been provided an
opportunity for training.

Section 3. General Professional Development.

If any civilian employees are funded for the sole purpose of obtaining CEUs or general
professional development, and not to meet a need of the Employer, then the Employer
must ensure equity to include equity within professions and sub-professions. Funds
available to pay Temporary Duty or registration fees may instead be used to offset
tuition for college courses which were successfully completed with at least a grade of B.

Section 4. College Courses.

Funds available to pay for general professional development may be used to offset
tuition for college courses. The success or failure of an employee in the college course
will be reflected on the employee’s performance appraisal and be a determinant for
future opportunities for training. This program will not be used as a means to obtain a
degree but rather to provide the employee job related skills.

ARTICLE 9: Equal Opportunity

a. Management practices at MEDDAC will demonstrate full adherence to the
letter and spirit of appropriate laws, regulations, and policies guaranteeing equal
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opportunity to all persons without regard to race, color, religion, gender, national origin,
age, disability, marital status, and lawful political or other affiliation.

b. The parties shall cooperate to the fullest extent to assure equal opportunity.
This includes but is not limited to, training, promotion, awards, federal recruiting
programs, and other conditions of employment.

c. Activities, facilities, training programs and services operated, sponsored, or
participated in by MEDDAC will be made available to employees without discrimination
as defined in this article and applicable law.

d. The Affirmative Action Program is designed to cotrect an under representation
of minorities and women in the work force. The Employer acknowledges their
responsibility in complying with applicable affirmative action laws and regulations. The
Union agrees to work in concert with the Employer in support of Affirmative Action.

e. The Installation Equal Opportunity Officer shall provide a copy of the annual
progress report on the Equal Employment Opportunity Program to the Union, an also a
copy of published statistical information to the Union when such information is
specifically requested and identified by subject matter.

ARTICLE 10: Sexual Harassment.

a. The Employer’s policy is to provide a workplace free of sexual harassment.
This prohibition applies to anyone of the same or opposite sex. Prohibited actions
include but are not limited to :

(1) Unwelcome touching, sexual advances, or requesting of sexual
favors.

(2) Verbal or physical conduct of a nature that creates an intimidating,
hostile, or offensive environment, e.g. making continued requests for social
engagements once an individual has stated that he is not interested in such activities or
constantly commenting on an individual’s physical attributes.

(3) False accusations of sexual harassment.

b. It is incumbent on the offended party to immediately inform the offending party
that their verbal or physical conduct is offensive or
unacceptable.

c. Accusations. Accusations of sexual harassment should be supported by
documented proof and/or witnesses.
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d. Disciplinary or Adverse Actions. Individuals sexually harassing others and/or
those making false accusations may receive disciplinary or adverse actions IAW
AMCOM Regulation 690-25 and Army Regulation 690-700.

ARTICLE 11 Civilian Counseling Services (CCS)

a. The CCS is a manpower conservation program. |t is designed to assist
employees with a variety of problems including emotional (e.g. stress, grief, depression,
etc.), financial, marital, drug and alcohol abuse, family, and legal issues with a goal of
maintaining trained and productive employees. These services include the Employee
Assistance Program (EAP), the Alcohol and Drug Abuse Prevention Control Office
(ADAPC), the Center for Drug and Alcohol Treatment (CDAT), and the Behavioral
Medicine Division (BMD). The Employer and the Union will support the employee in
their CCS activities.

b. In accordance with law and regulation:

(1) the CCS will offer counseling or referral to the employee and/or their
family members for those services for which they qualify, and

(2) employees utilizing CCS or referred services will be placed in the
appropriate duty status (i.e. sick leave vs admin leave)

c. It is important that supervisors recognize mental illness, alcoholism, drug
abuse, and emotional problems (e.g. stress, grief, depression, etc.) as treatable
conditions that may create behavioral problems and affect performance. While
employees are always able to self refer, supervisors will encourage employees who
they feel may benefit from CCS to voluntarily seek assistance. When an employee’s job
performance is perceived to decline and the cause can be attributed to personal
problems, the Employer can direct the employee to be evaluated by CCS. However,
participation in any recommended treatment is voluntary.

d. Protection from adverse action is dependent upon the employee’s agreement
or refusal to participate in recommended treatment and will be provided IAW law and
regulation. The focus by supervisors is restricted to the issue of job performance.
Opinions and judgments on employees with alcoholism, medical behavioral problems,
or drug use, are prohibited. It must be re-emphasized that all referrals by supervisors
must be made on an objective and factual basis.

e. All communications with the CCS services will be strictly confidential and will
not be disclosed except as authorized in writing by the employee or as required by law
and regulation. An employee may seek assistance through the CCS without fear of
jeopardizing job or promotion opportunities. The Employer will not use information
given by the employee in a CCS Service Program in subsequent personnel actions.
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f. One major component of the CCS is prevention of and treatment for alcohol
and drug abuse. The Center for Drug and Alcohol Treatment (CDAT) will provide
outpatient treatment for alcohol and drug dependency.

ARTICLE 12: Competitive Area

The Employer and Union agree to retain current competitive areas unless changes are
directed by higher headquarters. Consultation will occur if changes are directed.

ARTICLE 13: Competitive Level

a. Jobs so similar in all important aspects that the employees can be readily
moved from one job to another without significant training and without unduly
interrupting the work program will be placed in the same competitive level. Employees
will be informed of their initial competitive level and of subsequent changes.

b. When requested by an employee, the Employer will grant a competitive level
review if the employee feels his competitive level assignment is improper. If the
question is not satisfactorily resolved, the employee may request Union representation.

ARTICLE 14: Position Classification Standards

a. The Employer agrees to send to the Union all proposed new or changed
Classification Standards which are referred by higher headquarters to the Employer for
comments. The Union will have the opportunity to review such proposed Classification
Standards and provide written comments to the Employer in a timely manner.

b. The Employer will forward the Union’s comments to the higher headquarters
from which the proposed standards were received. The Employer shall inform the
Union in writing of the disposition of the proposed change.

ARTICLE 15: Job Description

a. Job descriptions will be written based upon the duties and responsibilities
assigned to positions. All positions with identical assigned duties will be covered by the
same job description.

b. A job description will be provided to all bargaining unit employees when they

are first placed in a position. If the job description changes, an amended copy will be
distributed to affected employees.
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c. When the term “other duties as assigned” or its equivalent is used in a job
description, the term is understood to mean tasks which are closely related to the
position and are of an incidental nature and are within the scope of the job description

ARTICLE 16: Job Classification

a. The Employer will establish positions that are in consonance with mission
requirements.

b. Any employee in the bargaining unit who believes that his or her position is
improperly classified will first consult with his or her supervisor for information as to the
basis for the classification of his position. If the employee is not satisfied with the
explanation received, the supervisor will request consultation by a classification
specialist of the Civilian Personnel Advisory Center (CPAC) with the employee and the
supervisor in an effort to resolve the employee’s dissatisfaction informally.

c. Inthe event that the employee’s dissatisfaction concerning the classification of
his position cannot be informally resolved, he will be informed by the supervisor as to
appeal channels that are available to him as prescribed by classification appeal
regulations and procedures. He may designate a representative of his choosing.

d. When a determination has been made by the Employer to change the grade
of a filled position to a lower grade in a classification action, the Union President will be
notified prior to final implementation.

ARTICLE 17: Within Grade Pay Increases

a. Federal Wage System employees advance automatically to the next pay step
by receipt of a within-grade increase (WIGI) with current ratings of record of at least
Successful Level 3 so long as they satisfy the time requirements.

b. General Schedule (GS) employees must also be rated at Successful Level 3
or higher and satisfy time requirements to be eligible for within-grade increases. If
however, the current rating of record does not support an accurate Acceptable Level of
Competence (ALOC) determination (for example, a GS-07 employee has a current
rating of Successful Level 3 but has been experiencing performance deficiencies for the
past 4 months so that the current level of performance is below Successful Level 3), the
Rater must prepare a new rating of record to justify the ALOC decision. A minimum of
120 days under a set of standards is required to render an evaluation. Such appraisals
should be coordinated with the servicing civilian personnel representatives and must
comply with the requirements for a “Fair” or “Unsuccessful” rating as outlined in Article
30. Copies of appraisals used to deny WIGIs should be included in the adverse action
files (AR 690-500, chapter 531).
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c. The supervisor will keep the employees currently advised of their performance.
The determination as to whether an employee is or is not performing at an acceptable
level will be based on employee’s performance during the waiting period.

d. The employee can appeal a negative determination to the commander within
15 calendar days. The commander will make a determination within 15 calendar days
of the appeal. If the commander upholds the negative determination, the employee will
be informed of the decision in writing. The written notice of determination will include a
statement to the effect that the employee has the right to appeal the decision through
the Merit System Protection Board (MSPB) and include the time limits for initiating such
appeal. This article is the exclusive procedure for addressing matters concerning
within-grade increases. Negative determinations are therefore excluded from the
grievance procedure in this agreement.

ARTICLE 18: Civilian Position And Staffing Documentation

The Employer will provide the Union with documentation that delineates all funded
civilian positions, including vacancies, and specifies who is slotted in which position.
This documentation will be provided semi-annually or at the request of the Union. A
Table of Distribution authorization does not serve as a determinant of whether a position
is officially established for any purpose to include official approval of pay category, title,
series, grade, or seniority and will not be used in management decision such as
involuntary reassignment.

ARTICLE 19: Reduction in Force, Transfer of Function and Furloughs

Section 1. Notification.

a. The Employer will notify the Union as far in advance as possible of an
anticipated reduction-in-force (RIF), transfer of function (TOF), or furlough. The
Employer will also provide:

(1) An explanation of the requirement for the RIF or TOF
(2) The approximate number of employees who may be initially affected.
(3) The job series and competitive levels that may be initially involved.

(4) The anticipated date the action will be taken.

b. The Union will notify the Employer within 15 calendar days whether they wish
to negotiate the impact and implementation of a RIF, TOF, or furlough.
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c. The parties shall meet and negotiate within 30 calendar days from the
notification. Such negotiations will not impede or negate the management right to
implement the RIF, TOF, or furlough.

d. Employees affected by a RIF, TOF, or furlough will be afforded rights in
accordance with appropriate regulations.

Section 2. Retention Registers.

Retention registers for the bargaining unit will be provided within three months after the
effective date of this agreement and changes will be provided on a quarterly basis. In
regard to a RIF, copies will be furnished each time an update is published. This register
is normally provided by CPAC.

Section 3. Reemployment Priority List.

The name of any career or career-conditional employee who is separated by RIF action
shall be placed on the Reemployment Priority List in accordance with appropriate
regulations unless the employee desires otherwise. Employees who notify the
Employer at the time of separation that temporary employment will be accepted will be
considered for positions for which qualified on a temporary basis based upon their
relative standing on the retention registers. Acceptance of a temporary position on the
Reemployment Priority List will not affect eligibility for reemployment in a permanent
position.

Section 4. Employer Responsibility.
In the event of a Reduction in Force, the Employer will be responsible for obtaining from
the appropriate State Employment Service information concerning current training
programs sponsored by the State and/or Federal Government for which the affected
employees may be eligible and how to apply for such training.
ARTICLE 20: Reorganization
The Union will be briefed in the following manner:

a. Briefed by the organization having the reorganization.

b. Briefed as soon as possible prior to the organization being established.

c. The briefing will show present organizational structure and the proposed
organizational structure to include grade, title, and series.

d. The Union will be furnished the proposed reorganization information as
appropriate.
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e. Any planned adverse actions will show the grade, series, title, and hames of
employees affected when available.

f. At the time that additional information is known, the Union will be notified.

ARTICLE 21: Part time employment

In cases where a full-time employee wishes to convert to a part-time position, he will
make such request to his supervisor. The Employer will make a good faith effort to
accommodate the employee’s request. Conversion from a full-time to part-time
employee and the reverse can only be made with the employee’s written request and
management approval. Employees who accept or convert to part-time positions have
no guarantee of reinstatement to full-time employment; however, management will
make good faith efforts to accommodate the employee’s request. When requests are
simultaneously received, seniority will receive priority for approval; otherwise the first
request in writing will receive priority.

ARTICLE 22: Temporary and Probationary Employees
Section 1. Temporary Employees.

Temporary employees whose appointments are for more than 90 days are members of
the bargaining unit. Barring exceptional circumstances beyond the Employer’s control,
temporary employees in the Bargaining Unit will be given not less than seven (7) days
notice of the termination of her appointment. Employees will be briefed on the
conditions of employment unique to their status as temporary employees upon
assuming their duties. Temporary employees shall not be used to circumvent
promotion principles (e.g. hiring a temporary employee to avoid promoting a current
employee).

Section 2. Probationary Employees.

The employer agrees to provide Probationary employees a reasonable and fair
opportunity to perform their duties in a satisfactory manner. The Employer agrees to
evaluate the performance of probationary employees during the probationary period
and to counsel with the employee concerning performance deficiencies. The Employer
shall give the employees the results of any interim review. Baring exceptional
circumstances beyond the Employer’s control, probationary employees will be given at
least seven (7) days notice of their separation. Employees will be briefed on the
conditions of employment unique to their status as probationary employees upon
assuming their duties. Probationary employees have the right to Union representation.
However, given the unique status of a probationary employee, the employee’s right to
grieve is limited by FLSLRMS
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ARTICLE 23: Reserved Parking
The limits for reserved parking in the following categories are:
a. Employee Recognition (Military and Civilian) Slots — 6 slots
b. Senior Management — 6 slots
c. Official Vehicle — 6 slots
d. General Officer — 3 slots

e. The number of slots designated as handicapped will be determined by law
and regulation.

f. Close in parking slots may be designated “Patient/Customer Only” provided
that adequate slots remain for all staff members

g. The loading dock is not included in the above allocations. The limits above
are inclusive of all other MEDDAC/DENCLIN/VETCLIN buildings and their associated
parking lots.

ARTICLE 24: AFGE Communication

a. In buildings with a large concentration of employees in the bargaining unit
(100 or more) where more than one bulletin board is available, an existing bulletin board
will be designated for Union use. When separate bulletin boards are not available, the
Union will be provided space on existing bulletin boards for placement of AFGE New
Bulletins and other local business announcements.

b. Post Distribution. The Employer agrees to distribute informational literature or
correspondence for the Union in the regular post distribution system. Distribution will
occur in accordance with AMCOM Regulation 340-8. Quantities will conform to any
other organization at Redstone Arsenal.

¢. Electronic Communication. The union is permitted to use electronic mail to
communicate with bargaining unit members. The union may set up and maintain a mail

group to do “mass mailings” only to the bargaining unit members. The Union may also
establish a “folder” on the network for members to access.

ARTICLE 25: Damaged or Lost Government Property
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When potential negligence is suspected in the damage or loss of government property
the Employer will initiate a Report of Survey.

If upon initiating a report of survey, or during the course of a report of survey, it
becomes apparent that a bargaining unit employee may be held liable for lost or
damaged property, the Employer will notify the Union. The Union may appoint an
individual to assist the Report of Survey Officer (ROSO) in the investigation. The
purpose of the Union Representative is not to defend the Employee but rather to
represent the Bargaining Unit Employee’s interests in a fair and impartial investigation
of the facts. If the ROSO and Union Representative agree in their conclusion then the
findings will be forwarded to the Report of Survey deciding official. If the ROSO and
Union Representative disagree then the Union Representative will forward his
dissenting opinion to the deciding official.

ARTICLE 26: Travel

Section 1. General.

Travel requirements will be accomplished in accordance with appropriate laws and
regulations.

Section 2. Hours of Travel.

Within the Employer’s right to assure efficiency of workforce operations, to the
maximum extent practicable, travel will be scheduled during duty hours. In the event a
supervisor schedules an employee to travel in other than normal duty hours, he or she,
upon the employee’s request, will furnish the employee in writing the reasons for
necessity of such a schedule.

Section 3. POV Travel.

Costs of transportation, arrival and departure times for Privately Owned Vehicles (POV)
travel will be determined in accordance with the JTR.

Section 4. Duty Status.

a. Time spent in a travel status away from the official duty station of an exempt
employee is not “hours of work” unless the travel:

(1) involves the performance of work while traveling; or
(2) is carried out under arduous conditions; or

(3) is incidental to travel that involves the performance of work while
traveling; or
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(4) results from an event which could not be controlled administratively.

Any pay due an exempt employee for the time in a travel status in connection
with any one of the four conditions listed above will be paid on the same basis as if the
employee were at his normal work site.

b. The Fair Labor Standards Act (FLSA) of 1938, as amended by Public Law 93-
259 (8 April 1974), applies to Federal employees who are not exempted from that
statute in accordance with its terms. For nonexempt employees, the FLSA provides
that:

(1) Time spent traveling shall be considered hours of work if:
(a) An employee is required to travel during regular working hours;

(b) An employee is required to drive a vehicle or perform other work
while traveling.

(c) An employee is required to travel as a passenger on a 1-day
assignment away from the official duty station; or

(d) An employee is required to travel as a passenger in an
overnight assignment away from the official duty station during hours of non-workdays
that correspond to the employee’s regular working hours.

(2) An employee who travels from home before the regular workday
begins and returns at the end of the workday is engaged in normal “home to work”
travel; such travel is not hours of work, when an employee travels directly from home to
a temporary duty location outside the limits of his or her duty station, the time the
employee would have spent in normal home to work travel shall be deducted from hours
of work as specified in paragraphs (1)(b) and (1)(c) of this section.

(3) An employee who is offered one mode of transportation, and who is
permitted to use an alternative mode of transportation, or an employee who travels at a
time other than that selected by the Employer, shall be credited with the lesser of:

(a) The actual travel time which is hours of work under this section,
or

(b) The estimated travel which would have been considered hours
of work under this section had the employee used the mode of transportation offered by
the Employer, or traveled at the time selected by the Employer.

(c) Nonexempt employees must be paid in accordance with the provisions of the
FLSA.
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Section 5. Claim Disputes.

When disputes arise concerning the disallowance of a travel claim, the employee and
his representative will discuss the matter with the travel requesting official. If no
settlement is reached at this level, the employee and his or her representative may
contact the travel pay office for solution, guidance, or further processing to higher
authority.

Section 6. Rental Vehicles and Off-Site Travel.

a. In the event that an employee is not authorized a GSA or commercial rental
vehicle while on TDY, all bus, limousine, or taxi fares that are not used for personal
business and are travel requirements related to government business will be paid by the
Employer. If the employee is authorized a rental vehicle, the expense for the rental
vehicle may be charged to the traveler's Government furnished credit card.

b. In those circumstances where the Employer makes the rental car reservations
for the employee, the employee shall not be required to determine the cost
effectiveness of such reservations. The employee shall be responsible for assuring that
the rate charged by the rental firm does not exceed the rate stated on the reservation
notice. Employees are expected to be conscientious guardians of the taxpayers’ funds,
to use the rental car only in accordance with the current JTR and to forego use of a
rental car if an opportunity for a cheaper alternative exists that does not adversely affect
the traveler’'s mission.

Section 7. Government Travel Credit Card Program.

Employees shall utilize the government travel credit card program for advances and
travel expenses IAW applicable regulations.

ARTICLE 27: Health Plans

Each employee of the bargaining unit will be advised in writing once a year, by the
Employer, of all available Health Plans. The Employer will distribute Health brochures,
after notification that an open season or change to the plan is anticipated. The
Employer will refer any questions on the AFGE plan to the Union in a timely manner.
Representatives of available Health Plans will be allowed access to the Arsenal and
furnished office space at least one time a year to explain the Health Plan to interested
employees and to answer questions. These visits will be announced by the Employer.

ARTICLE 28: Workers’ Compensation

a. The Federal Employees Compensation Act (FECA) provides for benefits to
employees of the Command who are injured, become ill, or die as a consequence of
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their employment. Such benefits are available to Bargaining Unit members and shall
constitute the remedy for work-related or disease for Command employees.

b. The Civilian Personnel Advisory Center is responsible for coordinating the
FECA program and for ensuring that employees are aware of benefits to which they are
entitled. The Installation Commander representing the Medical, Safety, and Inspector
General’s Offices shall have the responsibility for processing and investigating claims
under the compensation program. In cases of dire financial need when the employee
has been in a non-pay status, the Commander or his representative shall contact the
Office of Worker's Compensation Program (OWCP) to expedite the claim.

c. When there is an on-the-job injury, the injured employee should obtain medical
attention as soon as possible. An injured employee shall report every injury to the
supervisor within required limits.

d. The injured employee or a person acting for him shall complete the required
injury forms and give them to the immediate supervisor. The employee must supply
specific details concerning the injury. The supervisor will fill out the necessary forms
and forward them to the appropriate organization within required time limits.

e. If any employee feels he or she has not received fair treatment regarding an
on-the-job injury or occupational disease, it may be reported to the Compensations
Claims Office.

f. The Union may assist an employee with Compensation Claims at the
Employee’s request.

g. The Employer will ensure that all members of the Bargaining Unit are made
aware of their rights covering Worker's Compensation.

h. The Employer's Worker's Compensation Specialist will provide the employee
information and assistance in processing an injury claim.

i. When a representative of the Union is authorized by the employee to represent
him in a Compensation Claim, the representative shall be afforded cooperation by
civilian personnel officers, medical official(s), safety officer(s),and the supervisors
involved. Further, when a Union representative is required to attend a compensation
hearing that is held by the Labor Department he shall be carried in a duty status for that
period of time.

ARTICLE 29: Survivors — Benefits Orientation
In the event that a Bargaining Unit employee dies, the Employer shall contact the

surviving spouse or eligible survivor as soon as possible but no more than12 workdays
following the employee’s death to arrange a briefing concerning the survivor’s rights and
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benefits. The briefing will be conducted by an expert in the field of survivor’s rights and
benefits. The briefing will be held at the earliest possible date.

ARTICLE 30: Total Army Performance Evaluation System (TAPES)

The Employer agrees to assure fair and equitable treatment regarding performance
appraisals of all employees in the bargaining Unit by all levels of supervisors.

Section 1. Performance Plans:

Within 30 days of the beginning of the rating period, the rater will meet with the
employee to discuss the objectives that will be rated and establish the performance
plan. The employee will be given the opportunity to provide input that will be considered
by the rater before implementing the performance plan. The plan shall be written where
objectives are reasonably attainable, measurable, and tell what is required for success.
A legible copy of the performance plan will be given to the employee at the beginning of
each rating period. If the performan